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Abstract 
 
Worldwide, it has been noted that very few women are appointed to the boards of directors of 
companies. Blame for the low numbers of women of company boards can be partly attributed 
to the widely publicized "glass ceiling". However, the very low representation of women on 
company boards requires further examination. Therefore, the objective of this study is to 
identify the demographic profile of the women on corporate board and investigate the 
relationship between the compositions of women on the corporate board and firm 
performance.  Quantitative data was collected from the annual reports of the public listed 
companies on the main board of Kuala Lumpur Stock Exchange (KLSE) for year 2012.  The 
data collected were analysed for the descriptive and correlation analysis. The findings shows 
that despite the important roles of women directors describe in the literature, in Malaysia 
their percentage not yet influence   financial performance of Malaysian public listed 
companies. Nevertheless, the finding may not reflect the true picture since the percentage of 
women directors in Malaysia is very low. Thus, their contributions may not significant as 
compared to male directors. It is suggested that the ideas on promoting gender equality and 
continuous policy for promoting women on corporate board need to be implemented 
especially looking at high percentage of women in the labour market. 
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Introduction 
Women have given so much impact to the organization as they are given adequate power to 
make and change decision with them having as much competency as men do. They have 
different experiences in their working life and non-working life compared to men which 
makes them to have a better understanding than men for some of the segment of the market 
place of the firm which may also improve the creativity and quality of the decision making 
process (Singh &  Vinnicombe, 2004). A panel study of Danish firms (Smith & Verner, 
2006) examines the relationship between management diversity and firm performance for the 
2,500 largest Danish firms during the period 1993-2001. After controlling the various 
traditional observed factors that impact the firm performance, women on corporate board 
tends to have a significant positive effects on firm performance. However, when controlling 
for unobserved firm-specific factors, the effect often turns insignificant. Therefore, an 
important issue arose: do women on boards really affect firm performance or is it actually the 
case that better performing firms are more likely to hire women?  
In Malaysia, women making up to 48.6% of the population (Statistics Department, 2010). 
According to Department of Statistics of Malaysia, less than half of the population which is 
45.7% are employed and only 4.8% out of the employed women are in the senior 
management position as well as very few of them have been appointed to Malaysian 
corporate boards. To increase participation of women of corporate board   the government 
has announced that the corporate sector should have at least 30% women representation in 
boardrooms in five years. The requirements were contained in the Corporate Governance 
Blueprint 2011. The Securities Commission chairman Tan Sri Zarinah Anwar says the 30% 
target would be incorporated into Bursa Malaysia's listing rules by next year.  As such, the 
current study seeks to examine the extent to which Malaysian women have made progress s 
in cracking the proverbial "glass ceiling". The study focuses on women directors because the 
gaping chasm between males and females in the corporate board reflects the patriarchal 
society Malaysian continue to live despite the roles of women evolved tremendously since 
19th century.  
 
Review Of Literature  
 
Composition of women on corporate board around the world 
Women are now much more likely to play major roles in citizenship, the workforce, and 
management and, to a lesser degree, on governing boards, even gains of women in 
management and on boards are relatively slower.  The number of women on boards has 
increased steadily over the past 30 years, but, since 1998, has plateaued at low levels. For 
instance, as shown in Figure 1 the percentage of women across the regions in world was only 
from 4.5 to 15 per cent (Catalyst, 2013).    
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Figure 1: Percentage of women on corporate board across the region 
Source: The Catalyst report on women on board Survey (2013, P.5) 
 
To increase participation of women of corporate board   several countries have opted for 
quotas that require a certain percentage of board positions be reserved for women. Quotas are 
now being used or are under consideration in Norway, Spain, France, Italy, Iceland, Belgium, 
The Netherlands, and Malaysia.6 In most cases, quotas are set at 40 per cent of boards’ seats 
to be held by women. In the US, the 30% Coalition is a network of investors, corporate 
leaders, and other advocates seeking to raise the proportion of female directors to that number 
by 2015.  
 
Why Women on Corporate Boards are Critical? 
Women now constitute a substantial portion of highly talented labour, and that portion will 
continue to grow. The importance of improving gender balance of corporate boards is 
increasingly recognized across the world. Despite low percentage of women on corporate 
boards, they had attracted the attention of a number of researchers. Numerous studies had 
argued the need of recruiting women onto the board which included, (a) increased diversity 
of opinions in the boardroom (Catalyst, 1995a), (b) women directors bringing strategic input 
to the board (Bilimoria, 2000), (c) influence on decision making and leadership styles of the 
organization (Singh & Vinnicombe, 2003), (d) providing female role models and mentors 
(Catalyst, 2004), (e) improving company image with stakeholder groups, (f ) women’s 
capabilities and availability for director positions (Mattis, 1997), (g) insufficient competent 
male directors (Burke & Kurucz, 1998), and (h) ensuring “better” boardroom behaviour 
(Across the Board, 1994). Besides, corporate women directors are also thought to serve as 
role models (Catalyst, 1998a), mentors, and champions for high performing women in the 
organizational, and monitor the application of social justice and equity policies in recruitment 
(Burke & McKeen, 1993). 
 
In a study Miller and del Carmen Triana (2009) found a positive relationship between board 
gender diversity and innovation of Fortune 500 firms in the US. Meanwhile, in Canada, 
Burke’s (2000) study of the largest 350 companies found that bigger boards had more women 
and that women who worked in a larger firm were usually more visible and credible. In 
agreement, other studies found that women directors can create a positive atmosphere in the 
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boardroom by sharing their experiences with the board and by providing new skills and fresh 
ideas (Singh & Vinnicombe, 2003). 
 
Furthermore, women directors were more determined than men in pursuing answers to 
difficult questions (Huse & Solberg, 2006). As a result, they can provide unique perspectives 
on board decision-making processes (Bilimoria, 2006). In addition, Jamali, Safieddine and 
Daouk (2007), based on their study in a Lebanese bank, concluded that the representation of 
women on corporate boards can reflect positively on the status of women at work. However, 
because of the low percentage of women on boards, they suggested that government 
intervention is needed to increase women’s participation at the boardroom level. Other 
studies empirically examined the relationships between women directors and firm financial 
performance. For example, Carter et al. (2003) discovered that significant positive 
relationships exist between the proportion of women on a board and firm value as measured 
by the Tobin Q. Catalyst Census of Women (2004), and Smith et al. (2006) found that a high 
representation of women on boards positively affects firm financial performance and 
shareholder value. Additionally, companies with more women on their boards were found to 
outperform their rivals with a 42% higher return in sales, 66% higher return on invested 
capital and 53% higher return on equity (Catalyst, 2007). In addition, using panel data 
analysis, Campbell and Manguez-Vera (2008) revealed that the percentage of women on 
boards had a positive effect on firm value. They concluded that investors in Spain did not 
penalise firms that had increased their female board membership because they had 
acknowledged that greater gender diversity may generate economic gains.  
 
The above piece of work implies that although the percentage of women on corporate boards 
was found to be much lower than men’s, women directors had made significant contributions 
to firm performance. As a result, firm performance would be stimulated up to a higher level 
which generates profitability to the firm. Indeed, women should be given more opportunity to 
join corporate boards.   
 
Methodology 
Quantitative method has been chosen for this study for some good reasons. Quantitative 
methods are a good fit for deductive approaches, in which a theory or hypothesis justifies the 
variables, the purpose statement, and the direction of the narrowly defined research questions. 
The hypothesis being tested and the phrasing of the research questions govern how data will 
be collected as well as the method of statistical analysis used to examine the data (Creswell, 
2002). Quantitative method also allows research findings to be projected to a larger 
population, or in another words, more generalizable to a larger scope and allows researchers 
to make inferences based on the findings.  The independent variable that was tested in the 
data analysis is composition of women. While only one independent variable used in this 
study which was Return on Asset (ROA). 
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 Independent Variables     Dependent Variable 
 
 
 
 
 
 
 
Figure 2:  Research Model 
 
 
Data collection and analysis 
The collection of secondary data has been employed in this research. However, only 202 
annual reports collected as the research sample due to the constraint of limited access to the 
secondary which the number achieved one over three of the target sample in overall. The data 
of the well-established companies from each sector were made priority for the data collection 
for the reason that they are the leaders in their sector. The data that are collected for the 
purpose of the analysis are the profile of women (age, tenure, race, and qualification), 
composition of women and the ROA of the companies.  
 
Findings And Discussion 
 
Demographic profile of women on corporate board 
 
Table 1 and Figure 3 show overall demographic profiles of women on corporate board in 
Malaysia. The information includes; age, tenure, formal qualification and race. 
 
Age 
The finding shows that age of the women on corporate board in Malaysia has been grouped in 
five years starting from 31-35 years old and so-on until 76 years old and above. From the 
table, most of them (25.2%) were under the age of 51-55 years old. The second large group is 
the age group of 56-60 years old which have 27 women (19.4%) followed by groups 41-45 
and 61-65 years old have 18 (12.9%) and 17 (12.2%) women respectively, and 15 women 
(10.8%) falls on group 46-50 years old, 11 women (7.9%) on 36-40 years old, 7 women (5%) 
on 66-70 years old, 6 women (4.3%) on 31-35 years old, 2 women (1.5%) on 71-75 years and 
one woman (0.7%) is above 75 years old. 
 
Tenure 
The finding shows the average tenure of women director in Malaysia is 7.18 years. 
Specifically high percentage of women (44.6%) has been in corporate board between 1-5 
years. There are 38 women (27.3%) have 6-10 years of tenure and 20 women (14.4%) have 
11-15 years of tenure, followed by 10 women (7.2%) with 21-25 years of tenure and 5 
women (3.6%) with 16-20 years of tenure. Finally, there is only 2 women (1.4%) have 31-35 
years of tenure and one woman (0.7%) with respectively 26-30 years and 36-40 years of 
tenure.  
 
 
 
Composition of Women 
on Corporate Board 
 
Firm Performance  
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Qualification 
There are 35.3% of them  possessed qualification of Degree level, 24.5% of them have 
Master level, 7.9% have Diploma level and only one of them which is 0.7% is PhD. Other  
qualification which occupied 31.7% includes high school level or lower, members of business 
institutes, or only attended some business-related program  and most of them are unidentified 
for the reason that they are not published in the annual report, company’s website or any 
other sources. The result shows that most of women on corporate board in Malaysia 
possessed high level of formal qualification. 
 
Race 
Chinese found to be the most dominant race of women on corporate board in Malaysia. They 
consist of 63.3%, followed by Malay (33.8%) and Indian (1.4%). The rest (1.4%) of the 
women are British and Irish (see Figure 3). 
 
Table 1: Demographic profile of women director in Malaysia 
 
 
Demographic Frequency Percentage 
 
Mean 
Age     
31-35 6 4.3 51.5 
36-40 11 7.9  
41-45 18 12.9  
46-50 15 10.8  
51-55 35 25.2  
56-60 27 19.4  
61-65 17 12.2  
66-70 7 5.0  
71-75 2 1.5  
76 and above 1 0.7  
Tenure    
1-5 62 44.6 7.18 
6-10 38 27.3  
11-15 20 14.4  
16-20 5 3.6  
21-25 10 7.2  
26-30 1 0.7  
31-35 2 1.4  
36-40 1 0.7  
Qualification 
Diploma 
 
11 
 
7.9 
 
Degree 49 35.3  
Master 34 24.5  
PhD 1 0.7  
Others 44 31.7  
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Figure 3: percentage of Race of Women Director in Malaysia 
 
Composition of women of corporate board 
 
Finding as in Table 2 shows that more than half of the companies (56.9%) have no women on 
their boards. There are 50 companies (24.8%) appointed only one woman on their corporate 
boards and 26 companies (12.9%) have two women on the corporate board. There are seven 
companies (3.5%) that have three women on the corporate board and two companies (1.0%) 
have two women on the corporate board and one company (0.5%) have five and six women 
on the corporate board respectively. As a whole, the average number of women on corporate 
board is only 1 (mean: 0.7) which can be regarded very low as compared to male directors.  
This figure can be said much lower than some countries in the world. 
 
On the other hand, there are only 9.2% of women on corporate board out of total member on 
all corporate board in Malaysian public listed companies. Catalyst, 2010 reports there were 
only 6.2% of women on board in year 2010.  Evidently, there is a trend on minor increase in 
women on board over these years. However, it is important to note that the figure is still at 
the bottom of the statistics of women on corporate board around the world.  
 
Table 2: Number of women on corporate board (n=202) 
 
No of women 
 
Frequency 
 
Percentage (%) 
 
0 115 56.9 
1 50 24.8 
2 26 12.9 
3 7 3.5 
4 2 1.0 
5 1 0.5 
6 1 0.5 
Total 202 100 
Mean: 0.7  Std: 1.023 
Correlation analysis 
The correlation analysis of the research is done to determine the relationship between an 
independent variable and dependent variable. In this research, it is used to analyze the 
relationship between composition of women on corporate board and firm performance which 
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is measured in Return on Assets (ROA). Pearson correlation is ranged from -1 to +1 shows 
the negativity and the positivity of the relationship while the level of significant which 
represent the relationship of the two variables, if the p≥0.5, the relationship is invalid and if 
p≤0.5, that mean there is a relationship between the two variables.  
 
The result shows that the level of significant p=0.646 in which p>0.5, that mean there is no 
relationship between the two variables which is illustrated at below in Table 3. Therefore, it 
can be concluded that composition of women on corporate board in Malaysia has no 
relationship with Malaysian firms’ performancesmeasured by Return of Assets (ROA).   
 
Table 3:  Correlation Analysis of Number of Women and ROA 
 ROA 
 
No. of Women 
ROA                         Pearson 
Correlation 
                                 Sig. (2-tailed) 
                                 N 
1 
 
202 
-.033 
.646 
202 
No. of Women         Pearson 
Correlation 
                                 Sig. (2-tailed) 
                                 N 
-.033 
.646 
202 
1 
 
202 
 
The number of women on corporate board in Malaysian public listed companies is very low 
which on average only two women in every three corporate board. According to Catalyst 
research, women’s presence on corporate boards has been steadily increasing over the past 
few decades. For example, in Australia and Sweden, growths during that particular interval 
are from 14% to 26% and 16% to 29% respectively.  Besides, there are only two in seven 
Canadian boards are still all-male while there are 57% of Malaysian board are still all-male. 
The findings show that there are no relationship between number of women on corporate 
board and firm performance. The findings  differ from various  studies  in other countries 
such as  Carter et al.,(2003), Smith et al.,(2006) and Campbell and Manguaez-Vera (2008).  
The different is due to  low percentage of women on corporate board in Malaysia. Hence, 
their impact on firm financial performance is not significant as compared to male directors. 
 
Conclusion 
The main purpose of this research is to determine the relationship between the women on 
corporate board and firm performance. There are evidences from various researches done 
previously showing that some of them do have positive or negative relationship and some do 
not. In this research, the result says that there are no significant relationship between women 
on corporate board in Malaysia and firm performance. Besides, the composition of women on 
corporate board and the demographic profile are discussed in detailed and there are slight 
differences from other countries.  The limitation of the research should be address properly 
for future research and recommendations are also given in order to improve future research. 
Finally, it is hoped that this research can bring some awareness to the policy makers and the 
public listed companies in enhancing gender equality in corporate board and contribute to the 
field of corporate governance in Malaysia.  
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